EMPLOYEES PER FUNCTIONAL AREA - 



iDeparfment::Civil EngineenHg^Se'ryices'''> 




v' 

Management 


3 

1 


Secretary 

4 

4 

c 

0 

Support 

97 

64 

' " 23 


Wastewater treatments works, laboratory and 
Cleansing 

341 

223 

51 

67 

Water and Sewerage 

162 

141 

14 

7 

Roads, storm water and traffic engineering 

187 

165 

16 

6 

(Department: Planning Services 





Administration 

3 

2 

1 


Land Use Planning 

13 

11 

1 


Spatial Planning 

9 

7 

2 

0 

Building Control 

15 

15 

0 

0 

Surveying and Evaluations 

12 

9 

3 


pepaftmeht: Electro-Technical Services J 

Quality Control 

1 

0 

. 1 

0 

Cables and Substations 

39 

35 

4 

1 

Construction 

7 

4 

2 

1 

Distribution 

13 

10 

3 

0 

Lines and Street Lights 

44 

38 

6 

0 

Planning and Designs 

5 

5 

0 

0 

Services 

33 

29 

4 

2 

Wellington Services 

32 

28 

4 

0 

Testing 

15 

10 

5 


TOTAL ( 

,1 036 
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DIRECTORATE: SOCIAL SERVIC^iii^ : .. » 



j' 'd '! xW. tr: 


Management 

4 

4 

0 

0 

Secretary 

..... . 

4 

1 

3 

0 

(Department: Community Services 

Administration 

12| 

12 

0 

0 



M 

(W[ 


iiifB 


TOTAL 

Sis 

c' w*-' ' 'LCv, 

FILLED 

St. 

POSTS 

ECTORATE: 

INFRA 

(structure 

AND PLANNINC 

5i$EgK 



93 























































Social and Welfare 

Libraries 

Parks 



Traffic 


Fire Section 




66 

16 

82 

3 


Administration 

81 

73 

: 2 

I 

6 

i 


CORPOvWfTEGOVERNANCE f .aUfSvfalii 




Management 


jSecretary 




Legal Services 

. 1 


0 

Administration services 

20 

Hf 

0 

Human Resources 

24 

20 

1 

Estate and Properties 

38 

34 

0 

Information and Technology 

13 

13 

0 



Management 


Secretary 


Financial Information and Venus 


Expenses Section 


Buying and Store Section 


Procurement 


DIREeTPJWTE: 















































DLpc.tttnr ni: Moclin r.ncl Communication 


Administrative Services 

8 

3 

5 

0 

TOTAL 


30 

31 

.8 




NEW APPOINTMENTS FOR THE PERIOD 01 JULY 2008 - 30 JUNE 2009 


[jRace ^ 

: Gender. ' it,,,,;:!;';;'- 

1: 2008^2009 

African 

Male 

12 

African 

Female 

11 

Coloured 

Male 

16 

Coloured 

Female 

30 

White 

Male 

1 

White 

Female 

1 

Indian 

Male 

0 

Indian 

Female 

0 

i Total males^ “ ■ - A-" 

29 


r- . r 


71 
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Manager: IDP 
Accountant: Expenses 
Secretary” Executive 
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TREND ON TOTAL PERSONNEL EXPENDITURE (THREE YEAR COMPARISON) 


I ' . Year 2007/2008 








I Year 2008/2009 




% % 



26.36 


Analysis and interpretation 

• The norm for this ratio is 33% of total expenditure. 

• The personnel costs have increased by R 28,186,863 or 15.92% as compared to the 
2007/2008 financial year, the ratio decreased by 2.57% due to the total operating 
expenditure having increased by 27.21%. 



Year 2006/2007 


R1 84.008.606 



R553.881.401 


Analysis and interpretation 

• The norm for this ratio is 33% of total expenditure. 

» While the personnel costs have increased by R 7.039.455 or 4.29% as compared to 
the 2006/2007 financial year, the ratio decreased by 4.29% due to the total operating 
expenditure having increased by 10.45%. 
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Personnel 

costs 

Totftl 

opctatlng 

expenditure 

% 

R1 84.008.606 

R553.881.401 

33.22 


Analysis and interpretation 

• The norm for this ratio is 33% of total expenditure. 

• While the personnel costs have increased by R 35,304,896 or 23.74% as compared 
to the 2005/2006 financial year, the ratio increased by 2.18% due to the total 
operating expenditure having increased by 15.63%. 


PENSION FUNDS 


Pension Funds are compulsory, r\ew employees are assisted with filling applications forms 
ahd are given induction of all different pension funds. 


Pension fund scheme 

Number of members 

Cape Joint Retirement Fund (CJRF) 

1 005 

Cape Joint Pension Fund (CJPF) 

61 

South Africa Local Authority Pension Fund (SALA) 

141 

SAiVlWU National Provident Fund 

357 

National Fund for- Municipal Worker (NFMW) 

13 

Total . 


1 577 i 
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MEDICAL AID SCHEMES 


It is optional to join a medical aid scheme and below are the different medical aid schemes 
as well as the number of their members. 


M^ical aid schemes 

Number of members 


Key Health 

88 

41 

Hosmed 

57 


Bonitas 

144 

12 

SAMWUmed 

145 

2 

LA Health 

103 

179 

Total ^ 

537 

244 



t 


HUMAN RESOURCE DEVELOPMENT 

Education, Training and Development is a key priority area within the South African 
context and is supported by legislation, national policies and strategies. Seeking to own 
this initiative the Drakenstein Training Section has through meaningful partnerships and an 
effective skills training committee strived towards working productively and competitively in 
order to achieve a rising quality of life for all. 

Opportunities presented favoured both Drakenstein employees and unemployed citizens 
including youths. 

Drakenstein Municipality, through various objectives, continuously strives to create an 
working environment, which will enable all employees to experience a harmonious working 
condition. These objectives comprise the following 


Objective 1 

Developing a culture of lifelong learning. ^ 

Adult Basic Education and Training 

Forty learners were enrolled for an Adult Basic Education: and Training (ABET) learning 
programme to at least attain level 1 of the National Qualifications Framework (NQF). 
Twelve of the learners were from the community and currently unemployed whilst the rest 
is Drakenstein employees. The numbers were increased through motivational sessions 
















held and a rise is expected this financial year. ABET is offered in three centres i.e Paarl 
(Drakenstein Skills Training Centre), Gouda and Saron. 

Seven Learners were declared competent in their respective levels. 

Vehicle Training 

Vehicle training (driving project) was also implemented wherein thirty-four people 
successfully attained drivers licences. This initiative was set to encourage workforce and 
build capacity. 

Leadership Skills 

Sixty-one emerging supervisors were trained on basic supervisory skills during May and 
June 2008 and Advance Supervision followed wherein fifty-three were declared 
competent. The purpose for this training was to invest in management and leadership 
skills. 

Objective 2 

Fostering skills development in the formal economy for productivity and employment 
growth. 

Submission of the Workplace Skills Plan & Annual Training Report 
A Workplace Skills Plan for the year 2008/2009 was approved and signed by stakeholders. 
It was submitted to LGSETA timeously as required by legislation thus not only securing 
mandatory and discretionary grants but contributing to the Sector Skills Plan as well. The 
levy is now being refunded by the seta in form of grants for the municipality to further 
invest in training of Drakenstein employees. 


Objective 3 

Stimulating and supporting skills development in smalt businesses. 

f 

Most of the training programmes are outsourced. Relations are build In promotion and 
support of emerging service providers but the quality of training is not overlooked or 
compromised. Investment was made towards small businesses i.e loca! driving schools to 
carry out driver training. 
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Objective 4 

Promoting skills development for employability and sustainable livelihoods through social 
development initiatives. 

Bursaries 

Bursary opportunit/es were availed to seven (15) successful internal and nineteen (19) 
external candidates for the previous financial year. Currently totals of bursary holders 
including the previous years is thirty four. The study fields considered were scarce skills to 
increase skills pool. 

Occupational Health and Safety 

As required by legislation forty health and safety raps were appointed and trained. 20 
participants successfully completed this training on 17 June 2008. 

First Aid training as a health and safety measure was also implemented and fifty-seven 
officials from different departments were successfully trained. 

Capacity Building 

Employees of Drakenstein got training in various essential fields like Law Enforcement, 
ethics, mentoring, advance labour relations, language IsiXhosa.etc. 

Objective 5 

Assisting new entrants into employment. 

Learnerships 

The following learnerships v^ere implemented for skilling both employed and unemployed 
• Electricity learnership: twelve trainees from Drakenstein Municipality are currently 
undergoing this learnership; 

® Construction Roadworks wherein two Drakenstein employees are partaking; and 
e IDP learnership for IDP Managers and Drakenstein IDP Manager is taking part. 

Internship 

Internship programme set to give workplace experience was during this year implemented 
and one intern is serving at the Directorate; Strategic Services. Thirty unemployed 
graduates and current tertiary students were granted opportunities of gaining workplace 
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experience within the municipality. Supervisors were appointed as mentors to ensure that 
the process remains meaningful. 

Learner Support 

As part of Quality Management Systems five officials were trained as Skilis Development 
Facilitators and four as Moderators. Supervisors and managers were- also trained as 
workplace mentors. This process ensures that learner support internally is fully 
established in aid of learnerships, skills programmes, internships or and other 
developments within our municipality. 


LABOUR RELATIONS 
Disciplinary action 

Discipline in the workplace is a very essential part of maintaining a healthy workplace for 
a!!. Disciplinary investigations were done on a regular basis and corrective measures put 
in place after hearings where misconduct was suspected and proved. Tribunal hearings 
were held for more serious types of offences and departmental hearings for less serious 
offences. The Labour Relations Section did hearing arrangements and all administration 
regarding the disciplinary process. Consultants did training of chairpersons whereas the 
Chief Labour Relations Officer did training of initiators. External initiators and - 
chairpersons sometimes were used for more technical cases. Disciplinary grievance, 
rehabilitation and all other labour related processes were explained by the Labour 
Relations Section personnel to new employees as part of Drakenstein Municipality’s 
induction programme. 

Rehabilitation programme 

The Labour Relations Section on a continuous basis via the Social Worker undertook 
rehabilitation of employees. Typical issues dealt with by the Social Worker included 
admissions to rehabilitation centres, marital/relationship counselling, substance and other 
dependency problems, non-payment of child maintenance intervention and an aftercare 
group for rehabilitated employees. The Social Worker also has a prevention group where 
she prepared employees who needed assistance with substance abuse for rehabilitation. 
(It is necessary to prepare substance dependants before sending them for rehabilitation, 
else the whole rehabilitation attempt often fails). 
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Grievance investigation 

According Drakenstein Municipality’s grievance procedure grievance investigations need 
to be done by relevant line management within. 5 working days after the grievance has 
been received. Due to heavy workloads; and other challenges, grievance investigations 
unfortunately often took longer to get the nfeeessary attention It can nevertheless be said 
that most grievances were solved satisfactorily within the shortest possible time. The 
Labour Relations Section sometimes intervened to speed up the grievance process when 
necessary. 

Dispute resolution 

Drakenstein Municipality dealt with disputes on a regular basis. Disputes dealing with 
unfair labour practices were the highest (non-promotion, non'-appointment, benefits, 
employment conditions, alleged demotion), followed by dismissal disputes (unfair and 
constructive). The Chief Labour Relations Officer did thorough preparation for disputes 
and a representative from the employer’s organisation. South African Local Government 
Association (SALGA), stated the employer’s case in conciliation and arbitration processes. 

Local Labour Forum 

According to the Main Collective Agreement Drakenstein established a Local Labour 
Forum (LLF). The LLF met monthly, except when impossible due to special 
circumstances. Seven (7) Councillors, the Municipal Manager, all 5 Executive Directors, 
the Human Resources Manager and 6 Shopstewards of each of Drakenstein Municipality’s 
trade unions, South African Municipal Workers Union (SAMWU) and Independent 
Municipal Association Union (IMATU), attended this committee. The Labour Relations 
Officer acted as secretary for this forum. The three sub-committees to the LLF recently 
were recompiled after some of the previous sub-committee members had to be replaced. 

Union time-off arrangements for both unions South African Municipal Workers Union 
(SAMWU) and Independent Municipal and Allied Trade Union (IMATU) were also done 
and statistics kept by the Labour Relations Office. 

Actions monitored and recorded by the Labour Relations Section with respect to 
abovementioned issues, (for the period July 2008 until June 2009), are set out below. 
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Disciplinary investigation and hearings 


DISCIPLINARY INVESTIGATIONS AND HEARINGS 

Total of disciplinarv . ^ . 

Directorate Tribunal Dismissals Departmental 

hearings 


Infrastructure and 

Planning Services 

116 

34 

6 

82 

Social Services 

55 

24 

7 

31 

Financial Services 

4 

1 

0 

3 

Corporate Governance 

1 

0 

0 

1 

Strategic Services 

0 

0 

0 

0 

Total ' ^ . 
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Resolved 

Pending 

Total 1 

Grievance investigations 

9 

3 

12 

Disputes 

9 

8 



Local Labour Forum (LLF) Meetings 
• Successful LLF meetings = 16 


Rehabilitation of employees 

Total of employees admitted to Toevlug Rehabilitation Centre in Worcester = 7 


Main categories of problems dealt with 

Number 

Marital/relationships problems 

82 

Alcohol and drug dependency 

79 

Non payment of child maintenance 

47 

Total ? *; : 

208 


Aftercare group members - 14 

Prevention Group: will reconvene In September 2009 


106 




























POLICIES 


Adopted/Reviewed Policies 

The following policies were reviewed and adopted. All policies of Drakenstein Municipality 
are reviewed annually, and the municipality is in a process of making sure that all Human 
Resource related policies are not only reviewed but new policies that were non existent, 

are developed. 


Policy 



Draft Policies 

There are a number of policies that are in draft form and have to stiil serve in the different 
committees and to Council for adoption. The below mentioned policies have already 
served in the Human Resource Sub- committee and must still serve in the Portfolio Sub- 
committee, Mayco and then to Council. 

. Acting and Additional Allowance Policy has served in the Human Resotirce Sub- 
committee: 

• Health and Safety Policy; 

• Vehicle Policy; and 

• Telephone Policy. 

Parity 

With the amalgamation of municipalities in year 2000, the smaller municipalities 
(Wellington, Saron and Gouda) where paid in lower scales than the former Paar! 
municipality. The parity exercise is an attempt to make sure that employees who are 
having the same job titles, are on the same post levels and are paid accordingly. In other 
words, the exercise is seeking to make sure that no disparity exists in the payment of 
employees who have the same job titles and are performing similar or same duties. The 
Executive Mayoral Committee approved the first batch of parity in August 2008. 
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DISCLOSURES CONCERNING COUNCILLORS AND OTHER SENIOR OFFICIALS 



































































































CHAPTER 4; 


AUDITED FINANCIAL STATEMENTS AND 
RELATED INFORMATION 
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